This study attempts to examine the determinants of effectiveness of staff training programmes conducted by SLIDA through analyzing the data derived from evaluation sheets administered among participants at the end of each training programme. Effective and efficient public sector is the foundation for a modern developed state which stimulates private sector to achieve productivity enhancement and to maximize welfare. Continuous quality improvement in public sector is imperative in producing effective and efficient service to the people. On the other hand is evident that as a percentage of the population Sri Lankan public sector is one of the largest in the world and service of the public sector is indispensible to steer the privet sector to achieve the development goals. With that in mind, Sri Lanka Institute of Development Administration (SLIDA), the premier institute established to conduct training of the Sri Lankan public sector, conducts around 150 training programmes annually to enhance the skills of the public sector employees covering both managerial level as well as non-managerial level officers. It is required to measure the effectiveness of such trainings in achieving better results at the end as well as to develop successful training programs in the future. A rigorous regression framework is employed to isolate the impact of each aspects relating to two main areas examined by the evaluation forms, namely, resource person evaluation and the course arrangement evaluation. For this purpose, evaluation records maintained for141 courses and resource persons during the year of 2013 have been taken into account. Findings show that there are few factors that contribute to the effectiveness of a training programme, while many of the items do not have anticipated impact on the effectiveness of the training programme. This research will facilitate the decision makers for developing successful training programmes and for the resource persons to have self examinations on the standards that they should maintain.
Introduction
Sri Lanka has one of the largest public sectors in the world in comparison to the population of the particular country. The total population of Sri 59 Lanka is around 201,271,467 and the public sector employment is around 1.3 million. Put in another way 1 in every 15 persons is a public sector employee in Sri Lanka. Normally, it is 1 in every 250 or 300 in another country in the world. For the year 2013 too Sri Lanka has been able to maintain a 7.3 present growth rate and for maintaining that trend ,the contribution of the private sector as well as public sector definitely play vital roles. Private sector is the sector that propels the development of the country while the public sector must steer the privet sector on the development path towards development objectives. In achieving that efficiency and the effectiveness of the public sector is a must.Sri Lanka Institute of Development Administration is the main training institute established for conducting training programmes for the Sri Lankan public sector. SLIDA had been established as the Academy of Administrative Studies to handle training matters of the staff grade government officials. In 1979, the Academy was renamed as Sri Lanka Institute of Development Administration and one of the main objectives of which lay down as "develop through training knowledge, skills and behavior in public officers which are necessary for the effective performance of their official duties." [SLIDA act. No. 9 of 1982 3(a) ]
In other words SLIDA was established to develop human resource in the Sri Lankan public sector, through designing and conducting quality training program in the induction level and in the capacity building level as well. (Sri Lanka Institute of Development Administration, Welcome to SLIDA Sri Lanka: An Introduction for the Overseas Participants,2014) The scope of SLIDA has been widened in the year 2012 with the amalgamation of the Public Sector Training Institute which was functioning under the Ministry of Public Administration and Home Affairs of which the main responsibility was to conduct training programmes for the nonstaff grade officers in the public sector of Sri Lanka. Latest statics show that more than 30,000 officers have been undergoing training in SLIDA yearly. There were 66 and 75 training programmes conducted for the Staff grade officers and Non staff grade officers respectively in the year 2013.
National Human Resource and Employment policy for Sri Lanka has been prepared in the year 2012 in anticipating a foster human resource development in the country which would propel the development in the country in socio economic aspect. "The Sri Lanka Institute of Development Administration (SLIDA) will cover the training programmes for executive grades, and will receive the major emphasis for improvements. The Public Service Training Institute (PSTI) may be developed into a fully pledged training institute for non-executive grades."(Secretariat for senior ministers, 2012, pp37) . Now, the importance of SLIDA has been extensively expanded after amalgamating the PSTI with SLIDA.
The importance of SLIDA has been correctly identified by the high level policy makers and 50 acre land has already been allocated by the government to establish off Colombo SLIDA campus with modern residential and training facilities. At the moment Initial Environment Assessment (IEA) has already been conducted and sketched layout has been on the table for the discussion.
Most courses in SLIDA use class room style teaching .The number of participants usually rangers from 20 to 40 in each class. However, there is new introduction to the teaching methods :Virtual learning centers. There are 18 centers have been established island wide and selected training programmes which are conducted in the main training center SLIDA, simultaneity given to the participants who are gathered in the regional virtual learning centers, through virtual learning system. The trainer is delivering the programme to a set of participants in the main lecture room located in SLIDA while another set of participants are listening to the same lecture in a regional virtual training centre. Not only listen but also they can interact with the trainer as their wish. A technology video conferencing is used for delivering lectures to the virtual training centers.
In this paper at the very outset the present system of the evaluation of training programme is discussed briefly followed by the intention of the study .A comprehensive literature review is done for having a better idea about the components of evaluation structure. Then a step wise regression analysis is conducted to analyze the data collected through evaluation forms to identify the critical components of the evaluation. Regression analysis is administrated separately for the managerial training programmes separately to identify whether there is any difference between the results of the analysis. In the conclusion it is intended to give recommendations for the future developments.
Background to the problem
As one of the main institutions established for conducting training progarmmes to the public sector in Sri Lanka, the management as well as the policy makers have to have a very good idea on how well the institute is doing in terms of achieving objectives of the training programmes and whether the thousands of participants enhance the knowledge, skills and attitudes which are needed to have efficient and effective job performance.
It is expected that the training programmes must have a significant impact on the participants with regards to three aspects of learning: 61 attitude, skills and knowledge. Attitudes refer to the way a person thinks and feel; skills are ability of do something well, while knowledge refers to the information, understanding and skills gained through education and experience. People who have the skills and could convert their knowledge in to useful value added ideas, goods and services are considered as a national wealth (Sri Lanka the emerging wonder of Asia unstoppable Sri Lanka 2020).After conducting training programme a right attitude must be developed among the participants and the level of skills and knowledge has to be increased by the training intervention.
At present SLIDA training programmes are evaluated at the end of the training session and the attributes of resource person and the attributes of course design and logistics are being evaluated using 5 scales. Namely: poor, below average, average, above average and excellent. There are 10 and 9 characteristics are considered for evaluating the previous and the later respectively. Figure 1 .1 shows the aspects covered under the current evaluation model. 
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If the current evaluation system recorded above 4, in other words above average, for both resource person and for the course, considered as the satisfactory level. If a resource person gets lower than 4, will be advised to develop his skills and knowledge by the Director General SLIDA. If a training programme gets lower than 4, the course curriculum and the logistic arrangements will be revisited by the Design and Delivery committee consists of expert panel of SLIDA.
Although , being merely a gauge of customer satisfaction which evaluates the effectiveness of the training programme from the participants point of view, the current evaluation system will give an indication to the authorities whether the training programmewas on the right path or not.
Objectives of the study
This Study contains 4 objectives.
1. To explore the salient factors affecting to obtain a better reaction for the Course from the participants 2. To explore the salient factors affecting to obtain a better reaction for the Resource person from the participants 3. To explore is there a difference between reaction results of the managerial and no managerial training programmes in terms of course and resource person evaluations.
4. The areas needed to be considered when delivering a lecture 5. The areas should be prioritize when designing a course
The major research question in this research to explore what type of factors to be considered to obtain better reaction for course content and resource person attributes and also to discuss whether there is a difference in the course evaluation in the managerial and non managerial training programmes and also to explore what are the salient areas to be considered when delivering a lecture and specifically what areas to be prioritize when designing a course.
Literature review
For the development of human resource training is a strategically indispensible function in any organization.Training defined as set of activities focusing to learning skills attitudes and knowledge among the employees of an organization to improve their job performance and contribute to the achievement of the organizational goals .Richard McBain 63 has identified training as: one of the most influential methods for enhancing the productivity of individuals and communicating organizational goals to new personnel (Mcbain,2004) .Gary Desslerbelieves that any training programme should be based principally on three stages; Planning Stage: need analysis, Implementation Stage: content of the training programme and learning/training methods applied and evaluation Stage: evaluation of the success or failures of the training programme (Dessler, 2012) .
Although, many organizations often go into details of the planningandimplementation stages, the majority of organizations do not evaluate programmesorthe evaluation of training results is not mostly being done in a proper way (Saari, 1988) . Most of the training institutions take decisions on the training programmes without a proper administration of the training evaluation results. Kirkpatrick's model is the most commonly used framework in evaluating the training effectiveness. Kirkpatrick introduced four steps for evaluating a training programme: Reaction, Learning, Behavior and Results. If the training programmes are going to be effective they must meet the needs of the participants (Kirkpatric,2006) .One of the methods to measure the effectiveness of a training programme is to analyses the performance appraisal forms. The purpose of teaching is to bring about desired change in the learner behavior. In other words training should make a difference in the trainee. This change is usually brought in by the trainer or the instructor. But it is not an easy task to accomplish. The characteristics or qualities of the trainer play a pivotal role in the change in the behaviour of the trainee (Davies,1971 ) .
There are 10 qualities of the resource person have been identified as the core competencies of a resource person in the training evaluations of SLIDA. For this research also it is decided to utilize thesecompetenciesnamely; preparedness, presentation skills, punctuality, imparting knowledge, knowledge about subject, visual aid used, session conclusion, content covered and use of theoryas the main areas to measure the competencies of the resource persons.
A set of scholars have conducted a research to identify whether the preparedness or the passion of the venture capitalist helped there investment decision. They found out that the preparedness is one of the most salient characters that helped to take a decision for venture capitalists (Xiao-Ping, Xin Yao and Suresh,1990). The retrieval system in the brain is stimulated if the incoming messages are structured properlyfor the trainees by the instructor.Clear sequential presentation of the ideas is necessary for that. In achieving this task adequate preparation of the instructor is the only way (Jinks, 1979) .Effective presentation skills foster the learning of trainees by establishing clear communication and helping traineesengage in the learning process (Alshare and Hindi, 2004) . In examination the importance of presentation skills in the class room through the students and instructors perspective, they found that the students and instructors agreed that main component of the presentations isto improve communication skills. However, the two groups differed on ranking the presentation evaluation. While instructors ranked "the content of presentation" in the first place, students ranked "the organization of the presentation" as their first choice. Both groups, however, agreed that 'well-organized presentation' and 'enjoyable content'are the two most important measures of presentation effectiveness.Louisiana State University has given guidance to the presenters in the participants' manual of the Public Training Programme to improve "Platform Skills. "Platform skills" are the skills that a presenter do physically when leading a presentation. In other words "platform skills" are what the audience sees and hears during a presentation. Interactivity during the session is another quality that enhances the quality of the training programme. Active participation of students in thelearning process is considered as an indispensible fact for developing higherorder cognitive skills and of changing attitudes (Louisiana State University,2011). A study done by L.
A. Vandijk and W. M. G. Jochemsreviled that a change from a traditional lecture to a more interactive approach helped significant improvement in trainees' motivation to study. (VanDijk and Jochems,2002) Another quality to be maintained by a resource person to improve his image in the arena of training ispunctuality .However;different cultural groups have different norms and practices regarding punctuality (Lawrence, Raivo and Abdessmad, 2011). They emphasis that the meaning "on time", depends largely on local norms, the nature of the meeting and the status of the persons involved. However, if a resource person comes late for a training programme by 5 minutes should be considered as late.
Imparting knowledge to adults is a way of suggesting to them that there is no alternate for continuous engagementwith the appropriate literature information." we must consider that enlightenment is only available to the mature and we should encourage our students to do the same. Our aim must be to help our students inform, enlighten and enrich themselves.." ( Sorokas, 2005, p13-14) Basically, trainees / students learningisa function of trainer/teacher quality. Theorists have conceptualized teacher quality as a set of specific knowledge areas and skills (Shulman, 1987) . When discussing the trainer/teacher quality gap, Authorities tend to focus merely on paper qualification and experience. Apart from that, consideration on trainers/teachers' academic skills such as presentation, time management, reading, revising writing etc. is a must to minimize the trainer/teacher quality gap (Wane,2002) .
Effective use of audio visuals describe as a must for a good training programme (Michalak and Yager, 1979) . They emphasize that, "trainers should never let gimmicks interfere with their presentation. If the audio visuals are poorly prepared, they will have a negative impact on the programme. However, Modern, gimmicky visual aids can give an impression of slickness and appear 'with it', but they can never replace the empathetic journey into knowledge offered by true teacher." (Michalak and Yager, 1979, pp 111-112) The closing of the training session most likely attracts a minimum attention in a training process. Normally, at the end of a training session Instructors hustle to finish the session, and participants want to leave the room as soon as possible. However, well-structured closing activities will definitely have a huge impact on the participants as they complete the training session and again when they return to their respective agencies. "Closing activities provide closure to instruction, tie up loose ends, summarize the highlights of training, and challenge participants to practically apply what they have learned, suggest appropriate follow-up, and make transitions"(National Victims Assistance Acadamy,USA,2002,pp8-1).If a trainer unable to conduct evaluation and to summarize the training session at the session conclusion it reflects disinterest, lack of professionalism and an indication of a non-caring attitude (FAO Corporate Document Repository).Sometimes trainers tend to cover the topics of the sessions in a very shorter period time. In contrast it will be adversely affected to the learning .Content covered is not always content learned (Clark,2010) .When a trainee says content has been covered, he is referring to a one of the most commonly used instructional architectures-"show and tell", that involves a lecture supported by a presentation. Ruth suggested havinga "stair-step architecture", which uses traditional sequence of explanation, example or demonstration and practice with feedback in order to transform "content covered" in to "content learned". There should be a proper balance in between practical and theoretical knowledge in a training programme. "Both practice and theoretical experiences go hand in hand and each has their own significance. At every level, in an organization, where theoretical experience helps the individual to comprehend the basic notions, practice knowledge enables them to execute plans and strategies in the most effective manner" (Goel,2010) Not only the qualities, skills and knowledge of resource person but also the characteristics of the course design and the logistics do have a pivotal role in delivering a successful training programme. SLIDA evaluates the course design under 8 main teams.They arenamely, applicability, level of learning, appropriateness,sequence of sessions, courseduration, logistics and achievement of objectives.
Levels of learning refer to competencies a learner can achieve. Learning process can be divided in to 4 stages. They are; awareness, knowledge/ understanding, applying the knowledge on the job and finally skills development."Training and education will be most effective if learning activities are fitting with and support this sequence. Each level in the sequence reflects different desired outcomes and requires different teaching strategies methodologies" (Rycus& Hughes,2001) Levels of learning refer to competencies a learner can achieve. Learning process can be divided in to 4 stages. They are; awareness, knowledge/ understanding, applying the knowledge on the job and finally skills development."Training and education will be most effective if learning activities are fitting with and support this sequence. Each level in the sequence reflects different desired outcomes and requires different teaching strategies methodologies"(Rycus and Hughes,2001,pp3-5)
Level 1 describes the scope of the training and the desired outcome to be achieved after the implementation of the training. This enhances the trainees' conceptual framework on the subject or the information which he is going to be acquired at the end of the programme.There are 2 stages in the level 2, the acquisition of knowledge and the development of understanding. The acquisition of knowledge stage offers accurate information on the topic while in the development understanding stage helps trainees to strengthen the relationship among the fundamentals of knowledge learnt by them. Appling the knowledge means the trainee can have a better idea about the concepts learned and could understand the relationships between the concept. The main benefit of this stage is the trainee could generalize the information acquired during the first 2 stages to other scenarios in solving problems. Finally,skills development emphasizes the applicability in to the respective jobs of the trainees while overcoming barriers in the job environment.
The other characteristics measured through applicability, appropriateness, sequence of sessions, course durationand achievement of objectives can be positioned within the broader frame of course design and course coordination and logistics can be fit into the big picture of logistics.
In order to prepare an effective course design it is a must to have a proper understanding about the trainees, what the trainer wants to have learnt by the trainees and finally and strategies of planning session. Good lesson plan is the road map which tells the trainer from the opening remarks up to final examination (if any) of the training programme. On the other hand clear lesson plan creates a logical systematic learning process which ensures the trainees will get maximum out of the training (Shrewder and Warner,2006 ).An effective training program has a beginning, middle, and an ending, whether it is a half-day session or a month-long program. Normally, a training program begins with ice-break ing or getting-toknow-you activities and ends with planning for the future and evaluating the program. The training program should follow a logical sequence, both in the individual ses sions and in the overall course of the program (Circle of Rights). (Michalak and Yager, 1979) describe 14 techniques that help to develop effective presentation skills of a trainer. They emphasize the necessity of give listeners signals to help them follow the idea of trainer, do not state off on the wrong foot(I really do not know why I was asked to do a presentation today) ,keep the conclusion short, be alert to the audience, maintain eye contact, vary the speed, make sure that everyone in the room can hear, use natural gesture, avoided putting the trainers hand near his /her face, use pose effectively, refrain from talk from notes, eliminate bad habits, never memorize the presentation and continuous practice. ( Michalak and Yager, 1979,pp108-110) 
Methodology
Primary data collected through the programme evaluation forms, in respect of Managerial and Non Managerial training programmes for the year 2013 is selected for this research. There were 33025 evaluation sheets available for the resource person evaluations for the year 2013 while there were 4265 evaluation sheets for the course evaluation. Scores given under these 2 sections have been aggregated and analysis has been done for the 141 course, 66 managerial training programmes and 75 non-managerial training programmes, the total number of programmes conducted under each category for the year 2013.
Multiple regression analysis is used to analyze the data and following model is used to determine the Dependent Variable and the Independent Variables.
It is indispensible assess whether there is a encasement of learning happenedafter a training programme to assess whether there is learning took place during the training programme, the most appropriate method is to conduct an examination (Kirkpetric,2006) However, for this research the comment of trainees on the level of learning is taken in to account to assess the learning enhancement. Assessing knowledge gain through the feedback forms is not so uncommon in the research arena.(Nausheen, Jalil, Anwer&Akhter,2010) Cronbach's alpha is used as a measurement of internal consistency, of the Items in the questioner. The Cronbach's alpha for the 18 items is .945 which is higher than .80 and considered as a good reliability. When considering the Cronbach'salpha :when item deleted, no item can be deleted except the logistics. However, if this item (logistics) deleted, increment of the Cronbach's alpha is .001 which is negligible and decided to keep the item.
For this research stepwise multiple regression has been used to eliminate insignificant IVs and to keep most important IVs for the regression model.In stepwise multiple regression, the independent variables are entered according to their importance of statistical contribution in explaining the variance in the dependent variable.Stepwise regression is designed to find the most prudent set of predictors that are most effective in predicting the dependent variable.
When conducting the step wise multiple regression, for Managerial training programmes and non-Managerial training programmes, 3 and 4 IVs have been identified as the most vital IVs for the 2 models respectively. Stepwise (Criteria: Probability-of-Fto-enter<= 050. Probability-of-F-to-remove>=100)
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a. Dependant Variable: Learning_Enhan 71 R square explains the amount of the variance in the dependent variable (Learning Level). In this model the R square scores for all predictors (IVs) for Managerial programmes and Non-managerial programmes went beyond0.94and 0.70, respectively. In other words it is a very noteworthy score which explains that all3 predictors for Managerial programmes and all 4 predictors for Non-Managerial programmesexplain more than 94 percent and 70percent respectively, of the variance of the DV.This is a strong evidence for the existence of the models.
ANOVA tests the statistical significance of the each model at each step. P values or in other words significance values are less than 0.05 for each and every step. This is strong evidence for the rejection of the Null hypothesis, which is the model, has no explanatory power. 
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73 Table 5 For Managerial training programmes the largest standardize coefficient beta is .564, which is for Achieveof_object .Beta values for Appropriate and Applicability are .241 and .187 respectively. These values indicate that achieve_object is the highly contributed IV for the Level of learning and appropriateness and relevancy are lagging behind it.Fornon-managerial training programmes too, the most vital iv is the achievement of objective of which the standardize coefficient Beta value is .268. However,its contribution to the Level of learning (DV) of the Non Managerial training programme is less than that of in the Managerial training programmes Which is .564. Another noteworthy difference between managerial programmes and the Non Managerial programmes is the inclusion of the subject knowledge as IV.The contribution of the subject knowledge in the Non managerial training programme is.211.
When considering the Collinearity statistics, the tolerance value for all IVs are greater than .21 and the VIFs (Variance inflation factors) less than 5.If the tolerance is below .20 and the VIF greater than 10 it indicates the multiple correlation with other variables is high (Pallant,2007) .If the multiple correlation with other variables is high it adversely affect to the reliability of the model. However, in this analysis such problem is not arise since the tolerance and the VIF values are well within the standard level. When exploring the regression ofthe managerialprogrammes the main factor affects to the level of learning is the achievement of objective. If the achievement of objectiveincreased by 1 point the level of learning is enhanced by 58 percent. The second most important factor is the appropriateness. If the appropriateness is changed by 1 point the level of learning is changed by 28 percent. In contrast 1 point increase in the applicability of the training will affects to 18 percent increase in the level of learning.
The subject knowledge of the resource person is the main factor affects to the level of learning of the trainees when it comes to the regression of the non-managerial programmes. If the subject knowledge increased by 1 point the level of learning is enhanced by 29 percent. The second most important factor is the achievement of objectives. If the achievement of objectivesis changed by 1 point the level of learning is changed by 26 percent. In contrast 1 point increases in the applicabilityaffects to25 percent increase in the level of learning.Appropriateness ofthe training programme is also makes a vital contribution to the level of learning of the trainees.A1 point increase in appropriateness, the level of learning is enhanced by 24 percent.
Conclusion and recommendations
The above facts and figures reveal that the participants of the managerial programmes do not pay much attention to the attributes of the resource persons in terms of enhancing level of learning. The achievement of course objectives and appropriateness are the main factors affect to the level of learning. Therefore the course design has a pivotal role in enhancing the knowledge among the participants. The authorities must pay attention to conduct a comprehensive formative analysis in the stage of the course design in order to have a successful managerial level training programme at the end. Not only that but also the authorities must pay attention to clustering the managerial groups according to the content of the programme.Eg.-a programme on policy paper writing may applicable to the managerial level officers in the ministries and departments but not to the officers in the divisional level administration. The other main factor which affects to the level of learning of themanagerial officers is the applicability. Hence, the authorities should consider designing programmes which are more practical and could be applied to the job environment of the respective officers.
On the other hand, non -managerial officers emphasize the importance of the subject knowledge of the resource person, one of the main 77 attributes of a resource person, in improving the level of knowledge. This may happen that the non-managerial officers mainly selected to the government service from the results of the Ordinary level or the Advanced level qualifications and do not undergo a comprehensive induction programme at the very beginning of the carrier as the managerial level officers.They do not possess sufficient idea about the skills and knowledge indispensible to perform government sector tacks,so they may think that the knowledge of the resource person plays a pivotal role in improving their (trainees) knowledge. Apart from the subject knowledge achievement of objective, applicability and appropriateness are considered as the most significant factors that help to improve the level of learning.
Therefore, for managerial and non-managerial training programmes much effort must be put in to the designing stage of the course.While keep in mind that the managerial level officers considered achievement of objectives, appropriateness and applicably are the significant factors for improving level of learning. Thus, clustering the group is a must in order to achieve maximum out come from the training programme for the managerial level officers. While keep in mind that the subject knowledge of the resource person is very important to have a successful training programme for non-managerial officers. So, selecting trainers who are conversant in the respective subject area is must for non-managerial training programme.
Since this study is confined for evaluating the reaction of the participants which fulfills the 1 st level of Kirkpatrick's training evaluation, it is indispensible to conduct a comprehensive study to explore whether there is a change in the participants' behavior due to training programs, which is the 3 rd level of Kirkpatrick's training evaluation and also a good opportunity for a future research. On the other hand this study is limited to the data collected for the year 2013 in fact improved picture can be observed if a time series analysis will be done using at least data collected for 5 years.
